
 
 

 
 

 

 

 
 

 
 
 

 
 
 

1.) Navy Announces Elimination of NWU Type I / 4 AUG 16 [LINK] 
Chief of Naval Personnel Public Affairs 

 
Today, the Navy announced in NAVADMIN 174/16 that it will transition from the Navy Working Uniform (NWU) 
Type I to the NWU Type III as the service's primary shore working uniform beginning Oct. 1, 2016.  Over the next 

three years, Sailors may wear either the NWU Type I or III, but effective Oct. 1, 2019, all Sailors will be expected 
to wear the NWU Type III as their primary Working Uniform when ashore or in port. 
 

2.) Mythbusting: The Navy’s Plan for Direct Accessions / 1 AUG 16 [LINK] 
Chief of Naval Personnel, Vice Adm. Robert Burke  

 
Over the past three months there has been discussion in the Fleet about the Navy directly accessing individuals 
as chief petty officers or captains into our ranks. I’ve fielded questions on this topic during many recent all hands 

calls, as has our Vice Chief of Naval Operations, Adm. Bill Moran. I certainly understand why Sailors might have 
questions based on the headlines they read, but as always, it’s important to get the whole story before drawing 
conclusions. 

 
3.) Milestones reached for Enlisted Women on Submarines / 3 AUG 16 [LINK]                                                                      

Submarine Group Nine Public Affairs 

One of the first enlisted women to serve aboard a Navy submarine earned her submarine qualification, or 
"dolphins," on August 2nd and is preparing to deploy aboard USS Michigan (SSGN 727). Chief Culinary Specialist 

Dominique Saavedra, a native of Los Angeles, became the first female enlisted Sailor to earn her silver dolphins 
in a pinning ceremony held at Puget Sound Naval Shipyard on Tuesday. 

 
4.) The Millennials Have Taken Over: A Primer for the Military's Generational Shift / 31 JULY 16 [LINK]                                                                                
MILITARY TIMES, Kevin Lilley 

 
As of 2014, the last year for which a full Defense Department-produced demographics report is available, about 
4 in 5 active-duty service members were 35 years old or younger. Only 14.4 percent of the enlisted force was 

age 36 and up, and more than half the active-duty officer corps fell in the millennial bracket. 
 

5.) 21st Century Sailor bi-weekly roll-up:  
Every other week, we roll up the latest news from the 21s t Century Sailor office.  Below are the latest: 

 

- Be a Partner in Preventive Health [LINK]   
- August Is National Immunization Awareness Month [LINK]  
- Navy Seeks Feedback on Alcohol, Prescription Drug Abuse Prevention Efforts [LINK] 

- IWTC Students Participate In Interactive SAPR Training [LINK] 
 

 
 

 

 

@USNPEOPLE WEEKLY WIRE 

Week of Friday, Aug. 5, 2016  Info for leaders to share with Sailors and their families 

To sign up for the @USNPeople Weekly Wire, email usnpeople@gmail.com,  
or find it online at www.navy.mil/cnp  
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1.) Navy Announces Elimination of NWU Type I / 4 AUG 16 [LINK] 
Chief of Naval Personnel Public Affairs 

 
WASHINGTON (NNS) -- Today, the Navy announced in NAVADMIN 174/16 that it will transition from the Navy 

Working Uniform (NWU) Type I to the NWU Type III as the service's primary shore working uniform beginning 
Oct. 1, 2016.  
 

 Over the next three years, Sailors may wear either the NWU Type I or III, but effective Oct. 1, 2019, all Sailors 
will be expected to wear the NWU Type III as their primary Working Uniform when ashore or in port.  
 

 While the Navy is developing an incremental regional fielding plan for the NWU Type III, this transition period 
will give Sailors time to prepare for the change and allow them to get maximum wear out of recently purchased 

NWU Type I uniforms. 
 
 "As the CNO and I travel to see Sailors deployed around the world, one of the issues they consistently want to 

talk about are uniforms," said Secretary of the Navy Ray Mabus. "They want uniforms that are comfortable, 
lightweight, breathable ... and they want fewer of them. We have heard the feedback and we are acting on it. As 
a direct result of Sailors' input, effective Oct. 1, we will transition from the NWU Type I to the NWU Type III as 

our primary shore working uniform." 
 

 This change is the first step in a multi-phased process that will streamline and consolidate the Navy's uniform 
requirements, and ultimately improve uniformity across the force. The Navy has listened to Sailors' feedback 
and is incorporating their desires to have a working uniform that is better fitting, more breathable and lighter 

weight. 
 
 NWU Type III will be issued to new accessions and recruits beginning Oct. 1, 2017.  

 
 Until further policy guidance is promulgated, black boots will be the standard boot worn in the United States 

and its territories with the NWU Type III. However, expeditionary forces in the United States or any forward 
deployed forces may wear the desert tan or coyote brown boots at the discretion of the unit commanding 
officer with the NWU Type III. Additionally, Sailors may wear the NWU Type I black fleece liner.  

 
 Sailors will be able to buy NWU Type III components for personal wear through Navy Exchange uniform stores 

and call centers once there is sufficient inventory on hand. 
 
 U.S. Fleet Forces Command (FFC) continues its multi-phase wear test of improved flame resistant variant (IFRV) 

working uniform components, for shipboard wear. FFC most recently conducted in-depth focus groups with fleet 
Sailors aimed at refining the design of the IFRV coverall. Additional feedback from the focus groups, 
subsequently validated by a senior level working group, resulted in the preliminary design of a more 

professional looking two-piece utility shipboard uniform that can be worn both at sea and operational support 
jobs ashore. Wear tests of the prototype two-piece variants are expected to occur in 2017. 

 
 Also announced in NAVADMIN 174/16: 
 

 * The Navy will transition to the black Cold Weather Parka (CWP) starting Oct. 1, 2018, as outerwear with the 
Service and Service Dress Uniform. Navy All Weather Coat, Pea Coat and Reefer coat will become optional items. 
Mandatory wear date for the parka is Oct. 1, 2020.  

 
 * Women, E7 and above, are now authorized to wear men's uniform khaki pants without the belt and buckle 

with the khaki over blouse. Gig-line issues prevent wear of the male slacks with the tuck-in shirt. 

http://www.navy.mil/submit/display.asp?story_id=96051


 * The rollout date of the male Service Dress Blue uniform at Recruit Training Command has been moved to Oct. 
1, 2017, due to manufacturing delays. This change also aligns the uniform release with the introduction of the 

new E1-E6 Service Dress Whites. 
 

 * Navy sweat shirt and pants logo has been replaced with silver reflective lettering "NAVY," which is similar to 
the logo on the Navy Physical Training Uniform shirt and shorts. The sweatshirt and pants are now available for 
purchase at Navy Exchange uniform centers. 

 
 * Commands may now authorize the wear of a "Don't Tread on Me" and Reverse U.S. Flag patches on NWU 
Type II and Type III. 

 
 * Approval for the replacement of the Special Warfare Combatant-craft Crewman (SWCC) insignia. Going 

forward, there will be three separate insignias to denote a Sailor's specific qualification level, which are SWCC 
basic, SWCC senior and SWCC master. The implementation date is Aug. 19, 2016, with a mandatory wear date of 
Oct. 1, 2016. 

 
 * The Navy Uniform Matters Office is in the process of redesigning their website to enhance the dissemination 
and information regarding recent uniform changes. We expect the site to be running in the coming months.  

 
 The Navy continues to conduct a wear test of new women's khaki pants and is developing options to improve 

the sizing of women's khaki pants for E7 and above. We expect that the new women's khaki pants will be 
available for purchase in late 2017 or early 2018. 
 

 Enlisted clothing replacement allowance will be adjusted to cover costs of these uniform changes and 
requirements. However, by law, commissioned officers are currently entitled to a one-time uniform stipend 
($400), paid at the beginning of their careers. An additional stipend cannot be granted without a change in law.  

 
 NAVADMIN 174/16 contains more detail on the uniform changes and can be found at www.npc.navy.mil. 

 
2.) Mythbusting: The Navy’s Plan for Direct Accessions / 1 AUG 16 [LINK] 
Chief of Naval Personnel, Vice Adm. Robert Burke  

 
Over the past three months there has been discussion in the Fleet about the Navy directly accessing individuals 

as chief petty officers or captains into our ranks. I’ve fielded questions on this topic during many recent all hands 
calls, as has our Vice Chief of Naval Operations, Adm. Bill Moran. 
 

I certainly understand why Sailors might have questions based on the headlines they read, but as always, it’s 
important to get the whole story before drawing conclusions. 
 

While the Navy is in a very good position today with recruiting, retention and manning, we are at a strategic 
cross-road where we need to think about how we will recruit and retain the force of tomorrow. Our Sailor 2025 

efforts are aimed exactly at that point. 
 
Consequently, we are working to put authorities in place now so we are able to be responsive the minute we 

have a problem or challenge. We do not want to wait until the issue hits us, and then start writing policy or 
asking Congress for a change to the law – processes which could take months or even years. 
 

If approved, this authority to directly access more senior individuals would give us the ability to compete with 
industry for the best talent and be able to quickly bring in experts in diverse fields – talent that would otherwise 

be unlikely or unable to join the Navy. 

http://www.npc.navy.mil/
http://navylive.dodlive.mil/2016/08/01/MYTHBUSTING-THE-NAVYS-PLAN-FOR-DIRECT-ACCESSIONS/


 
As of today, there is no intent to use these authorities. That could change – the world and our potential 

adversaries get a vote. 
 

Additionally, the idea would be to use this only in rare occasions for ratings or designators in which we might 
need to build or grow new capability quickly. We do not plan to use this to bring in individuals for traditional 
Navy occupations that require extensive sea time and/or operational experience. Senior direct accessions would 

be the exception rather than the rule. Today, cyber is my best guess of a place where we might most likely need 
it in the future, but there might be other areas tomorrow that we simply can’t foresee right now. 
 

We already bring in doctors, lawyers and musicians at more senior ranks, but typically only up to the E-6 or 0-4 
level. 

 
This idea is not new – we have done it before, a number of times. For example, during World War II, the Navy 
directly accessed hundreds of thousands of individuals into senior Seabee positions to help create the Navy’s 

construction battalions from scratch. Some were brought in as chief petty officers, based on their master 
building skills and experience as supervisors – and they performed superbly. 
 

It is not lost on the Navy’s leadership what the anchors of a chief petty officer symbolize, or the blood, sweat 
and tears it takes to earn them. Chief’s anchors represent the culmination of hard work, expertise, trust, and 

above all…leadership. 
 
Commanders and junior enlisted Sailors alike rely on Chiefs for their technical and professional expertise and 

deck plate leadership. Chiefs motivate by example to develop effective young leaders and their actions help 
shape and influence Sailors. 
 

Rest assured, this effort is about preparing for the future, not replacing our deck plate leaders.  
 

Our Navy today has the best Sailors we’ve ever seen. We aim to keep it that way. 
 
Keep the feedback coming, 

 
– CNP 

 
3.) Milestones reached for Enlisted Women on Submarines / 3 AUG 16 [LINK]                                                                      
Submarine Group Nine Public Affairs 

PUGET SOUND, Wash. (NNS) -- One of the first enlisted women to serve aboard a Navy submarine earned her 
submarine qualification, or "dolphins," on August 2nd and is preparing to deploy aboard USS Michigan (SSGN 
727). 

 
 Chief Culinary Specialist Dominique Saavedra, a native of Los Angeles, became the first female enlisted Sailor to 

earn her silver dolphins in a pinning ceremony held at Puget Sound Naval Shipyard on Tuesday.  
 
 Though assigned to Michigan, Saavedra embarked aboard USS Ohio (SSGN 726), which is currently deployed, to 

earn her basic, advanced, and underway watch qualifications.  
 
 "I couldn't be more proud to wear the 'dolphins,'" said Saavedra. "To have earned the respect of my fellow 

submariners is more rewarding than expected. I am honored to serve as a qualified member in such a 
prestigious community." 

 

http://www.navy.mil/submit/display.asp?story_id=96017


 The Ohio-class guided-missile submarine is currently conducting a major maintenance period at Puget Sound 
Naval Shipyard and Intermediate Maintenance Facility. The submarine completed its time in dry dock and is 

wrapping up the maintenance period later this summer. This will bring the ship one step closer to setting sail for 
the first time with female submariners. Work accomplished during the maintenance period will include the 

modification of living quarters for female chief petty officers and enlisted crew members.  
 
 "Chief Saavedra's accomplishment reinforces the fact that there are very capable women who have the talent 

and desire to succeed in the submarine force," said Capt. Joe Turk, commanding officer of USS Michigan. 
"Drawing from talented individuals like Chief Saavedra helps us maintain the world's best submarine force." 
 

 In June 2012, the first female supply officer earned her submarine qualification and the first three unrestricted 
line officers earned their gold dolphins the following December. Structural changes to the submarine weren't 

necessary at the time. Because officers bunk in three-man staterooms, the new female officers' living space was 
already separated from the common areas of the ship.  
 

 Since the first selections were made in 2015, female enlisted Sailors have attended the Basic Enlisted Submarine 
School at Naval Submarine Base New London in Groton, Connecticut. Many of those selected had to cross-rate, 
which also included retraining in their new rating.  

 
 Thirty-eight Sailors were selected in the second cycle announced in May 2016 and have entered the training 

pipeline; they will be assigned to USS Florida (SSGN 728), based out of Kings Bay, Georgia.  
 
 "This is a very exciting time for the submarine force and the Navy," said Rear Adm. Randy B. Crites, the Enlisted 

Women in Submarines Task Force Commander. "We are reaching milestones that allow us to be more capable 
than ever by growing and diversifying our force as these exceptional women make their way through the 
training pipeline." 

 
 The third application window for enlisted women on submarines will be announced in an October 2016 Naval 

message, or NAVADMIN. The selectees for the third round of selections will serve aboard USS Ohio (SSGN 726), 
home ported in Bangor, Washington. 
 

 
 For more information about enlisted women in submarines, visit the website at 

www.public.navy.mil/subfor/ewis. 
 
 For more information, visit http://www.navy.mil, http://www.facebook.com/usnavy, or 

http://www.twitter.com/usnavy. 
 
4.) The Millennials Have Taken Over: A Primer for the Military's Generational Shift / 31 JULY 16 [LINK]                                                                                

MILITARY TIMES, Kevin Lilley 
 

Are younger service members — so-called ‘millennials,’ born in 1980 or later — soft? 
 
Are they too reliant on technology? Are they buried so deep in social media that face-to-face communication 

becomes impossible? Are they too busy questioning orders to follow them? 
 
It's not uncommon to hear such complaints from members of the Old Guard, some of whom are quick to 

stereotype the new breed as too desperate for praise and too ill-disciplined. 
 

http://www.twitter.com/usnavy
http://www.militarytimes.com/story/military/2016/07/31/millennials-have-taken-over-primer-militarys-generational-shift/87303140/
http://navylive.dodlive.mil/2015/09/17/cno-greenerts-farewell-message/


Across the services, leaders certainly are scrambling to adapt to the millennial mindset, even as the generation is 
taking over. 

 
• The Army is looking to expand the role of drill sergeants and insert them back into Advanced Individual 

Training. This means new soldiers will have more time with tough-talking soldiers, beyond basic. Why? 
 
“The problem that we do have is that right now the generation we have coming in is not as disciplined as we 

would like them to be," said Command Sgt. Maj. Michael Gragg, the senior enlisted soldier for the Center for 
Initial Military Training, earlier this year. "So we have to provide them with discipline over a longer period of 
time.” 

 
• At the service academies, students have complained the military's rigid career tracks and "up or out rules" 

discourage continued service. Complaints like these from cadets at West Point helped hasten the Defense 
Department's current plans to reform the promotion system and allow more flexibility in recruiting, assigning 
and promoting officers. 

 
• While recruiting in the short-term has not suffered, leaders have warned of a looming crisis. 
 

In the 1990s, almost half of young Americans had parents with some military experience. Today that has 
dropped to about 15 percent, Stephanie Miller, the Pentagon’s director of accessions policy, said in an interview 

earlier this year. 
 
"This military-civilian disconnect does create this particular challenge for us," Miller said. 

 
Social media is also creating new complexities for recruiters. Years ago, a successful strategy entailed some 
television ads and sending individual recruiters out to high schools for face-to-face conversations. 

 
Now, that’s changed as prospective recruits spend endless hours connected to smartphones.  

 
“It is difficult to be able to get their attention in a world where social media and so many other different types of 
activities are pulling at their attention,” Miller said. 

 
The takeover is here 

 
As of 2014, the last year for which a full Defense Department-produced demographics report is available, about 
4 in 5 active-duty service members were 35 years old or younger. Only 14.4 percent of the enlisted force was 

age 36 and up, and more than half the active-duty officer corps fell in the millennial bracket. 
 
So if you’re a card-carrying Generation X-er, you’re outnumbered. Millennials will be moving into and up the 

ranks for the foreseeable future (although the next generation is coming; see sidebar), and love them or find 
them frustrating, we’ve asked some experts for ways to reach them.  

 
Before the leadership advice, a few quick caveats. First, the debate over what makes a millennial is far from 
settled, though the majority of experts mark the generation’s birth dates between 1980 and 2000.  

 
Second, all of the experts, at least to some degree, stressed that all of the tendencies, traits, habits, preferences 
and so on attached to millennials don’t apply to every single one. The blanket statements are especially ill-

conceived for a self-selected group such as service members — because it’s not a random sample, some traits 
that may be in the minority of the overall millennial population (high fitness levels or high work ethic, according 

to some studies) would likely be in the majority among those in uniform. 



 
 

For instance, “this [trend toward a low work ethic] is an average trend,” said Jean Twenge, a psychology 
professor who authored “Generation Me” in 2006 and updated it in 2014, primarily to discuss how those born 

from about 1980 to 1994 are adapting to the workplace. “There’s going to be exceptions. So, No. 1, find those 
who don’t fit that trend.” 
 

That’s not always an option for military leaders. Some tips for how to manage millennials of all stripes — 
suggestions that can apply to all services: 
 

1. Throw out your “shoes.” Having empathy for, and a desire to relate to, your subordinates isn’t a bad thing, 
but some leaders have the wrong starting point. 

 
“If you assume that millennials think just like you … they’ll walk,” said retired Army Lt. Col. Leonard Wong, a 
research professor in the Strategic Studies Institute at the U.S. Army War College. “[The idea of,] ‘Think about it 

when you were in their shoes,’ that’s a mistake. When we were their age, we thought differently.”  
 
An example: Gen X and baby boomer troops may have been motivated to remain in service for access to health 

care and, down the line, a retirement income. That might not work for millennials, many of whom have been 
raised to accept, or at least not fear, late-life career changes. 

 
Wong said such calculations should weigh on Pentagon leaders as they consider plans for overhauling the 
military retirement system — millennials may be more willing than previous generations to accept a small 

pension and get out before the 20-year mark. It’s not a new problem for long-serving leadership. 
 
“Boomers thought, ‘If I leave the Army, I might not get a job,’” Wong said. “[Gen] Xers thought, ‘If I leave the 

Army, I’ll get a job, no problem.’ Boomers didn’t understand that.”  
 

2. Learn to love the Why. Some leaders may take offense when subordinates seek clarity on orders. They are 
missing an opportunity, said Air Force Col. Timothy Sundvall, commander of the 35th Fighter Wing out of Japan’s 
Misawa Air Base. 

 
“I find with the younger generation that they are used to asking why,” said Sundvall, who co -wrote a 2015 piece 

for Air & Space Power Journal on leading millennials along with Col S. Clinton Hinote. “They want to know why. If 
you can’t explain to them why you’re doing it, then for crying out loud, don’t do it. If you don’t know why you’re 
doing it, stop.” 

 
Answering such questions not only suggests willingness to engage with younger troops, but it provides them 
with needed flexibility should the original order be overcome by events. 

 Without that extra step, Sundvall said, “when the situation changes, they aren’t going to be able to adjust to it, 
because they don’t know why they’re doing it in the first place.” 

 
“Concentrate more on the why, more on the vision, and then let them go. When the situation changes, they’re 
going to be able to adapt to it.” 

 
Another reason to engage, per Navy Lt. Matthew Hipple, is that if millennials don’t get an answer from their 
chain of command, they’re likely to seek one somewhere else.  

 
“Why has always been important, it’s just now more people have that ability to ask that question more loudly,” 

said Hipple, 30, who in addition to his surface warfare duties is the president and co-founder of the Center for 



International Maritime Security think tank. “They have access to more information that lets them question that 
why, or come up with their own reasons for that why. And also they’re curious, because they know that 

information is available. 
 

“It has nothing to do with them being millennials, it has to do with the resources at their disposal.”  
 
3. Go hands-off. Another benefit to a good answer to “why” is the ability to unleash skills of younger service 

members that could go underutilized if orders are too specific or aren’t explained.  
 
Capt. Jon Rodgers, commanding officer of the amphibious assault ship Makin Island, recalled how he asked his 

younger crew members to improve on the “ergonomically handicapped” bridge setup, which limited the CO’s 
ability to operate in a suddenly hostile environment. 

 
“We’ve got to make this more functional, to be able to fight the ship from the bridge, if we have to,” Rodgers 
recalled telling his sailors and junior officers. “If I had to run from the bridge to combat to fight the ship, that’s 

about five minutes we don’t have. 
 
“I didn’t prescribe how I wanted it done, just here’s the ‘why.’ These young millennials, they opened up. They 

felt privileged, unleashed. They were not shy about coming forward with their ideas. They did the work, and it 
was a lot of pride.” 

 
Rodgers performed a similar exercise while in command of the afloat forward staging base Ponce, where he 
commanded a combined civilian-military crew and became a de facto expert on multigenerational leadership: 

His sailors ranged from age 17 to 75. 
 
4. Why are they ‘soft’? Find a mirror. Before criticizing millennials for a lack of drive or strength, Wong suggests 

leaders should show more backbone themselves — allow the young troops to take some responsibility and be 
willing to accept the difficulties that could result. 

 
Wong’s May essay, “Letting the Millennials Drive,” makes the point with a private-sector analogy: Fewer 
teenagers are driving before their 18th birthday, and the professor surmises it’s because risk-adverse, busy 

parents would rather chauffeur their children than put up with the headache of driver instruction.  
 

“We’ve taken out a lot of their independence because we’re simply too lazy to teach them how to drive,” Wong 
said. “We’re too lazy to teach them how to ride a bicycle. It’s easier just to do it for them.”  
 

Such thinking worms its way into the Army as senior officers look to junior leaders whom they see as not yet 
ready for prime time, then decide not to give them the appropriate level of responsibility. 
 

“It’s really, really hard to say, ‘I will underwrite your mistakes as long as you show initiative’ when you know that 
your [performance review] relies on them,” Wong said. “Let’s be honest with ourselves.”  

 
The end result: When senior leaders do turn over the keys, junior leaders don’t have the required time behind 
the wheel. 

 
5. Mindful mentoring. Multiple studies show millennials crave mentorship, and while it’s not a new concept for 
military leaders, that doesn’t mean it’s always been done right. 

 
“Not everybody can or should be a mentor,” said Marine Lt. Col. Todd Mahar, head of 3rd Battalion, 6th 

Marines, a former recruiter who wrote about the Marine Corps' approach to millennials while at Command and 



Staff College in 2013. "We really don’t identify that at all. They may just be a good tactician, a good operator, but 
we may not want them to eventually be the mentor for junior Marines.”  

 
Rodgers said he’s found younger officers to be more open to honest feedback, “whereas we [older salts] had a 

lot of pride, a lot of ‘I am who I am’ kind of thing.”  
 
“Because this generation is more connected, their mind is more open, so I can be brutally honest to them. … It’s 

not so much a shrugged-shoulder conversation, it’s wide-eyed. They’re being attentive. You’re communicating, 
being honest with them.” 
 

While millennials may crave feedback, they might not be used to the type of honesty Rodgers recommends. 
Leaders should deliver their appraisals “in a compassionate and constructive way, and it should include praise 

for what has been done correctly,” said Twenge, the “Generation Me” author.  
 
One possible reason could be this generation’s coming of age during a substantial high school grade inflation. 

Twice as many recent students graduated with an A average than those who left school in the 1970s –  marks 
that didn’t come, Twenge said, with commensurate increases in standardized test scores.  
 

Besides, she said, some things go beyond generational divides: “Nobody likes negative feedback. It’s human 
nature.” 

 
6. Show the bigger picture. Think millennials trend toward narcissism? Twenge’s data pointed her in that 
direction, and a 2013 New York Times piece featured a throwdown between her and critics of her approach and 

survey methods. 
 
Regardless, a leader likely will cross paths with a self-important subordinate, and Twenge suggests using that 

character trait for the greater good. 
 

“Make sure they understand their larger purpose, their role in the group,” she said. “This generation doesn’t 
want to be just a cog in the wheel. They do still respond to the things that the military does so well: Feeling like 
you have a larger purpose. Those things are universal, but they also want to know that they’re individually 

making an impact.” 
 

Rodgers found success with this approach while tasking his younger Makin Island crew members with preparing 
best practices for the ship’s hybrid propulsion system — a job they knew would set the course for many years’ 
worth of future sailors. 

 
“They blossom in that environment, where they can be a part of the solution,” he said.  
 

7. Embrace technology … Sundvall offered the type of leadership analogy one might expect from a pilot: As an 
older aviator, he said, he struggles with “sensory overload” from the technological advances in fighter-jet 

displays, sometimes catching himself wishing “I was just back when I had all green – nothing in my helmet, green 
displays, and I didn’t know where everybody else was.”  
 

But, he said, he realizes younger pilots don’t see the cockpit that way. 
 
“That’s what they grew up with, he said. “It is part of them. Literally, it is them. You see that with kids now, to 

where the smartphone has actually, in a way, become part of us. People get separation anxiety when they can’t 
find their phones. That kind of thing works in jets, too.” 

 



Rather than yearn for simpler times, leaders should make relevant information available via the media channels 
service members access through their smartphones, the experts said. 

 
“There are those lazy leaders who just give a big Heisman to social media and just write it off,” Rodgers said. “I 

embrace it. That’s a huge opportunity.” 
 
8. … but choose it wisely. Leaders looking for a one-stop technology shop to communicate with their 

subordinates, or who wander onto social media platforms without doing their homework, may make things 
worse. Facebook, Twitter, Instagram and other platforms can all get the word out, but will anybody notice? 
 

Some leaders have embraced the viral-image nature of Twitter to apparent success — Hipple jokingly referred to 
a “dank meme gap” between Navy and Army civilian leadership, where Army Secretary Eric Fanning and 

Undersecretary Patrick Murphy have taken the lead in posting Nicki Minaj images, for instance.  
 
5.) 21st Century Sailor bi-weekly roll-up:  

Every other week, we roll up the latest news from the 21s t Century Sailor office.  Below are the latest: 
 

- Be a Partner in Preventive Health [LINK]   

- August Is National Immunization Awareness Month [LINK]  
- Navy Seeks Feedback on Alcohol, Prescription Drug Abuse Prevention Efforts [LINK] 

- IWTC Students Participate In Interactive SAPR Training [LINK] 
 
 

 
 
 

 
 

 
 
 

 
 

 
 
 

 
 
 

 
 

 
 
 

 
 
 

 
 

 

 

 

For more information affecting Sailors and their family follow @USNPeople on Twitter. 
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